








































































































improvement	 is	 presented,	drawing	on	over	 a	decade	of	 leading	 research	by	 the	 LSE	with	
McKinsey	&	Company,	Stanford	University,	and	more	recently	other	participants,	 to	assess	
management	practices	using	 a	unique	 toolset	 developed	and	applied	 in	 20,000	 interviews	
with	 firm	managers	 in	 35	 countries	 along	with	 the	 analysis	 of	 firm	accounts.	 Results	 have	
consistently	 shown	 a	 statistically	 significant	 correlation	 between	 good	 practices	 and	 firm	
performance:	 well-run	 companies	 are	 in	 general	 more	 productive,	 profitable,	 and	 have	
higher	 sales	 growth	 than	 those	with	 inferior	 practices.3	Utilising	 the	 conclusions	 	 reached	
from	the	extended	management	practices	studies,	three	complementary	threads	have	been	
included	 as	 facilitators	 to	 increasing	 a	 firm’s	 performance:	management	 practices,	which	











potential	 productivity	 enhancement.	 This	 paper	 discusses	 how	 these	 elements	 can	 be	





Following	 a	 review	 of	 management	 practices,	 this	 paper	 addresses	 flexible	 workforce	
practices	 and	 the	 role	 that	 technical	 factors	 can	 play	 in	 unlocking	 productivity.	 The	 key	
conclusion	summarized	is	that	when	supported	by	best	management	practices	and	enabling	
ICT,	 flexible	 work	 practices	 in	 the	 firm	 can	 result	 in	 greater	 employee	 well-being	 and	
motivation.	This	has	been	found	to	result	 in	 lower	absenteeism	and	departures,	which	can	
reduce	 firm-costs:	 the	 estimated	 replacement	 cost	 of	 an	 employee	 in	 the	 UK	 is	 £30k,	
resulting	in	an	annual	cost	to	the	economy	of	an	estimated	£4.1	billion.5		
	
This	 report	 provides	 a	 starting	point	 for	 identifying	how	 the	power	of	 productivity	 can	be	
unlocked	in	the	firm.	If	undertaken	successfully,	‘the	sum	of	the	parts’	can	potentially	result	
in	a	 lift	 in	productivity	by	as	much	as	20%	6	and	 in	the	process,	 result	 in	better	performing	
firms,	 content	 employees	 and	 regions	 with	 improved	 productivity.	 Although	 some	
operational	 improvements	 can	 be	 made	 faster,	 more	 structural	 results	 incorporating	
technological,	organisational	and	workforce	practices	changes	can	take	longer.		
	
The	 key	 to	 unlocking	 the	 power	 of	 productivity	most	 often	 already	 exists	within	 the	 firm:	
finding	it	requires	taking	the	first	steps	in	this	journey.	The	tools	to	enable	better	practices,	
























ratio	 of	 a	 volume	measure	 of	 output	 (goods	 and	 services)	 to	 a	 volume	measure	 of	 input	
(labour	 and	 capital)	 used.8	Production	 measures	 what	 is	 produced	 whilst	 productivity	 is	
concerned	with	how	 it	 is	produced.9	The	notion	of	productivity	 is	a	key	driver	of	economic	
growth	and	competitiveness10	providing	essential	performance	measurement;	 international	
comparisons;	 the	 determination	 of	 capacity	 utilisation	 and	 living	 standards,	 and	 the	
forecasting	of	economic	growth.11	A	country’s	ability	 to	 improve	 its	 standard	of	 living	over	
time	depends	largely	on	its	ability	to	raise	its	output	per	worker.12		
	
Labour	 productivity	 is	 one	 of	 the	most	 widely	 used	modes	 of	 productivity	measurement.	
With	 labour	 costs	 comprising	 around	 two-thirds	 of	 the	 overall	 cost	 of	 production	 of	 UK	
economic	output,	this	measure	is	an	important	indicator	of	economic	performance.13	Labour	
productivity	measures	output,	as	expressed	in	terms	of	Gross	Domestic	Product		(GDP)	Gross	
Value	 Added	 (GVA)	 (also	 known	 as	 ‘whole	 economy	 output’)14	divided	 by	 	 labour	 inputs,	
utilising	hours	worked	or	employment	level.15	GVA	is	calculated	using	the	income	approach,	
and	represents	the	total	value	of	goods	and	services	produced,	minus	the	cost	of	producing	






































































































Productivity	 indicators	 in	 the	 UK	 are	 compiled	 by	 the	 ONS	 using	 the	 Nomenclature	 of	
Territorial	 Units	 for	 Statistics	 (NUTS)	 and	 adopted	 throughout	 the	 EU	 since	 2015.20	This	
divides	 a	 country	 into	 NUTS	 segments,	 with	 population	 criteria	 defining	 the	 size	 of	 each.	
Four	segments	are	utilised	commencing	at	the	macroeconomic	level,	denoted	by	NUTS-0,	to	




































































































































































































































































































































































































































































































































































































































































































































An	 assessment	of	 firm-specific	 factors	 can	provide	 insight	 into	 elements	 that	 can	 improve	
productivity,	with	 three	areas	 that	 could	 contribute	 to	 this:	 (1)	management	practices;	 (2)	
use	of	technology;	(3)	flexible	workforce	practices.65		In	addition,	research	has	indicated	that	
some	 other	 contributing	 factors	 could	 also	 exist	 such	 as	 firm-location,	 but	 ultimately,	 a	
firm’s	management	practices	are	the	key	lever	to	improving	productivity.66	These	factors	will	
be	 reviewed	 in	 this	 paper	 to	 identify	 areas	 that	 have	 the	 potential	 to	 improve	 a	 firm’s	































































































































































































































































































































































































































































































































































































110 Ulen, T. (2010) Responding to change: internal and external factors in organizational success. Journal of 
















































































































































































































































































































































































































































162 http://www.straighttalkonline.com/cio-articles/going-mobile-wiltshire ; and Policing Plan for Wiltshire 
2012/13. 










































































SME 22% 67% 17% 17% 13% 33% 66%
Large Firm 17% 75% 25% 26% 33% 17% 50%




Meetings   70% 13% 17%
Telephone  83% 17%
Fax 4% 78% 26%
E-mail 91% 9%
Videoconferencing 26%
Integration bteween softwareware applications 22% 52%
CAD sharing 17%
% of firms adopting
Communication Mode
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factors:	the	occurrence	of	dual-career	couples;169	growth	in	single	parent	families;		
millennials	joining	the	workforce	and	an	increase	in	the	involvement	of	men	in	child	
care.170	With	54%	of	UK	workers	able	to	work	remotely,171	organisations	are	
increasingly	required	to	facilitate	this	with:	device	access;	secure	log-in;	integration	
with	back-office	solutions;	usage	policies;	monitoring	and	surveillance	of	data	
exchanges,	and	other	factors.	Data	breaches	in	particular	can	have	a	negative	effect	
on	shareholder	value	with	firms	needing	to	address	security	and	monitoring	when	
larger;	this	is	less	of	an	issue	for	smaller	firms	but	is	still	a	factor.172	
	
The	utilisation	of	mobile	broadband;	digital	connectivity;	B2B	opportunities;	remote	
working,	and	other	ICT-enabled	areas	of	activity	will	continue	to	gain	importance	for	
enterprises.	Enabling	these	securely,	efficiently	and	expediently	can	benefit	both	the	firm	
and	the	employee.	Research	indicates	that	61%	of	employees	now	use	their	home	
broadband	service	to	access	work	applications,	and	that	24%	use	a	mobile	data	connection	
via	their	smartphone,	tablet	or	laptop	with	broadband	dongle.173	This	trend	is	expected	to	
continue	to	grow	as	penetration	of	these	enabling	technologies	increases	and	organisations	
recognise	the	benefits	accruing	to	employees	and	firm-productivity	alike.	
	
6.	 Flexible	Workforce	Practices	
	
6.1	 An	Evolving	Workplace	
	
Today’s	workforce	is	different.	It	reflects	the	interplay	between	technology	and	changing	
social	values	and	work	practices.174	These	have	caused	greater	work-family	struggle	as	
families	strive	to	balance	the	two.175	Organisations	are	increasingly	introducing	flexible	
workplace	practices	(FWP)	both	as	a	means	of	addressing	this,	in	addition	to	a	response	to	
economic	pressure	to	reduce	costs	including	office	space	and	operating	costs.176	Studies	
reveal	that	more	than	two-thirds	of	workers	who	utilise	FWP	indicate	that	working	flexibly	
enables	them	to	work	more	intently,	exercising	greater	intensive	and	extensive	effort.177		
	
Additional	firm-level	research178	has	indicated	that	employers’	enthusiasm	for	FWP	is	often	
balanced	by	a	more	‘cautious’	approach	from	employers	who	seek	to	ensure	key	elements	
																																								 																				
169	Gordon,	C.,	et	al.	(2015).	Flexible	Small	Firms?	Why	Some	Small	Firms	Facilitate	the	Use	of	Flexible	Workplace	
Policies.	Canadian	Journal	of	Sociology.	Vol.40(1);	pp.1-24.	
170	Marshall,	K.	(2006).	Converging	gender	roles.	Perspectives	on	Labour	and	Income.	Vol7(7);	pp5-17.		
171	https://yougov.co.uk/news/2015/10/20/30-uk-office-workers-are-more-productive-when-work/		
172	Gatzlaff,K.,	M.,	and	McCullough,	K.,	A.	(2010).	The	Effect	of	Data	Breaches	on	Shareholder	Wealth.	Risk	
Management	and	Insurance	Review.	Vol:	(13)1;	pp:161–83.	
173	Morar	research	of	8,000	firms	in	10	countries:	http://www.vodafone.com/business/global-
enterprise/vodafone-study-75-percent-of-global-companies-leverage-flexible-working-policies-2016-02-08		
174	Gordon,	C.,	et	al.	(2015).	Flexible	Small	Firms?	Why	Some	Small	Firms	Facilitate	the	Use	of	Flexible	Workplace	
Policies.	Canadian	Journal	of	Sociology.	Vol.40(1);	pp.1-24.	
175	Gordon,	C.	(2014).	Flexible	Workplace	Practices:	Employees'	Experiences	in	Small	IT	Firms.	Relations	
Industrielles/	Industrial	Relations.	Vol(69)4 ;	pp766-784.	
176	Vance,	C.M.,	and	Paik,	Y.	(2015).	Managing	a	Global	Workforce.	Routledge.	
177	Kelliher,	C.,	and	Anderson,	D.	(2010).	Doing	more	with	less?	Flexible	working	practices	and	the	intensification	
of	work.	Human	Relations.	Vol	63(1);	pp	83-106.	
178	LSE	Research	within	20	firms	for	this	study	from	discussions	with	COOs,	CFOs,	CEO,	and	HR	Heads,	and	from	
management	practices	studies	2007-2016	including	other	managers	and	employees	from	50	organisations	in	
total	from	4	regions:	UK,	US,	EU,	AsiaPac/India.	
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are	addressed.	Graph	24	depicts	the	top	five	benefits	flagged	by	employees	and	the	top	five	
factors	flagged	by	employers	when	implementing	a	work	from	home	(WFH)	strategy.		
	
Graph	24:			Top	five	working-from-home	issue	from	employers	and	employees.	
Source:	LSE	research	2012-2016.179	
	
The	primary	factor	driving	employees	to	seek	WFH,	where	it	is	not	mandated	by	an	
organisation,	is	work-life	balance,	with	over	95%	of	employees	sampled	indicating	this.	The	
results	are	congruent	with	other	research	that	highlights	the	priority	of	this	consideration	
for	many	including	younger	workers.180	Millennials	present	opportunities	and	challenges:	
they	are	digitally	very	active;	rapidly	broadcast	their	views,	moods	and	emotions	online;	
believe	that	‘they	can	do	anything’;	have	the	most	accelerated	life-cycle	expectations	of	any	
segment;	and	are	the	most	proficient	with	multiple	digital	tools.181	The	lack	of	commuting	
time,	greater	productivity	and	fewer	distractions,	all	comprise	benefits	cited	by	employees	
for	FWP.182		
	
The	concerns	of	employers	were	around	security	(90	%);	technological	requirements	(88%);	
monitoring	of	data,	emails,	and	other	information	being	exchanged	between	the	firm	and	
remote	worker	(85%)	despite	acknowledgement	by	many	that	a	“logged	in	employee	is	like	
he/she	is	here”;	and	the	requirement	to	ensure	the	employee	is	‘visible’	when	logged	in	and	
working	(80%),	with	challenges	perceived	in	scheduling	meetings	when	attendance	is	
required	in	person	(68%).		
	
Because	of	these	socially	spurred	changes,	a	complementary	level	of	technological	change	
has	been	occurring	as	organisations	adopt	‘empowering’	options	that	enable	employees	to	
																																								 																				
179	Ibid	
180	McDonald,	&	Hite.	(2008).	The	next	generation	of	career	success:	Implications	for	HRD.	Advances	in	
Developing	Human	Resources.	Vol:	10(1);	pp:	86-103.		
181	Ibid.	
182	Nicklin,	J.M.,	et	al.,	(2010).	Flexible	work	arrangements,	job	satisfaction,	and	turnover	intentions:	the	
mediating	role	of	work-to-family	enrichment.	Journal	of	Psychology.	Vol:	144(1):	pp:61-81.	
Employee	
Employer	
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access	Enterprise	elements	agnostic	of	location.183	The	‘always	on’	organisation	is	meeting	
the	‘always	available’	digital	generation,	with	potential	benefits	accruing	to	both	if	this	union	
is	managed	appropriately.	With	over	half	of	the	UK	population	able	to	work	remotely,	
organisations	have	been	addressing	the	organisational,	cultural	and	technical	impediments	
to	working	from	anywhere,	with	resulting		an	estimated	4	million	people	out	of	a	working	
population	of	30	million	now	doing	so.184	
	
6.2	 Benefits	of	Flexible	Workforce	Practices	
	
Flexible	workforce	practices	have	been	shown	to	generate	a	number	of	benefits	for	
employees	that	can	lead	to:	high	employee	satisfaction;	job	satisfaction;185	work-life	
enhancements;	and	improved	personal	and	organisational	efficiency	in	the	process.186	
Productivity	can	be	linked	to	employees	‘feeling	more	content’;187	‘happier’	and	improving	
their	well-being.188	Collectively,	these	factors	have	been	shown	to	increase	employee	
productivity	by	10-12%,189		when	facilitated	by	appropriate	management	practices.190			
A	further	benefit	cited	for	the	greater	use	of	flexible	working	practices	is	reduced	
absenteeism	due	to	employee	happiness	and	job	satisfaction.191	The	currently	estimated	
cost	of	£30k	to	replace	a	UK	worker	(£25k	for	loss	of	output	and	£5k	cost	of	a	new	worker)	
equals	£4.13	billion	per	annum	to	the	UK	economy192,	with	some	of	this	cost	reduced	
through	greater	retention	of	employees.		
	
Flexibility	has	been	found	to	be	a	key	facilitator	‘enriching’	the	employee	who	in	turn	can	
direct	a	positive	influence	in	the	organisation	and	carry	this	over	to	their	personal	lives	and	
in	the	process,	display	a	lower	absenteeism	and	turnover.193	An	overarching	organisational	
component	of	flexible	working	practices	is	the	culture	created	the	organisation	has	an	
interest	in	the	well-being	of	its	employees194	and	is	inclusive.195		In	2012,	the	Government	
launched	its	‘Anywhere	Working’	initiative	before	the	London	Olympics	which	provided	case	
studies	and	advice	on	homeworking.		
																																								 																				
183	Suprateek,	S.	et	al	(2012).	Managing	employees'	use	of	mobile	technologies	to	minimize	work-life	balance	
impacts.	MIS	Quarterly	Executive.	Vol	11(4);	pp.143-157.	
184	Carbon	Trust.	(2015). Homeworking:	helping	businesses	cut	costs	and	reduce	their	carbon	footprint.	
185	Bockerman,	P.,	and	Ilmakunnas,	P.	(2012).	The	Job	Satisfaction-Productivity	Nexus:	A	Study	Using	Matched	
Survey	and	Register	Data.	Industrial	&	Labor	Relations;	Vol	65(2);	pp	244-262.	
186	Shah,	A.	(2014).	Internal	Marketing's	Effects	on	Employee	Satisfaction,	Productivity,	Product	Quality,	
Consumer	Satisfaction	and	Firm	Performance.	American	Journal	of	Management.	Vol(14)4;	pp:	33-39.	
187	Van	der	Voordt,	T,	J,	M.	(2004).	Productivity	and	employee	satisfaction	in	flexible	workplaces.	Journal	of	
Corporate	Real	Estate.	Vol:	6(2);	pp:	133-148.		
188	Oswald,	A.J.,	et	al.	(2014).	Happiness	and	Productivity.	Journal	of	Labor	Economics.	Vol:	33(4);	pp:	789-822.	
189	Ibid.		
190	Harjo,	E.B.,	et	al	(2012).	The	Impact	of	Management	Practices	on	Passion,	Intellectual	Capital,	Engagement,	
and	Performance	of	Employees.	European	Conference	on	Intellectual	Capital:	86-XIV.		
191	Balmforth,	K.,	and	Gardner,	D.	(2006).	Conflict	and	facilitation	between	work	and	family:	Realizing	the	
outcomes	for	organizations.	New	Zealand	Journal	of	Psychology.	Vol:	35(2);	pp:	
https://www.carbontrust.com/media/507270/ctc830-homeworking.pdf	69–76.		
192	Oxford	Economics.	(2014).	The	Cost	of	Brain	Drain-Understanding	the	financial	impact	of	staff	turnover.	
193	Wayne,	J.	H.,	et	al.	(2007).	Work–Family	Facilitation:	A	theoretical	explanation	and	model	of	primary	
antecedents	and	consequences.	Human	Resource	Management	Review.	Vol:	17;	pp:	63–76.	
194	Grover,	S.	L.,	and	Crooker,	K.	J.	(1995).	Who	appreciates	family-responsive	human	resource	policies:	The	
impact	of	family-friendly	policies	on	the	organizational	attachment	of	parents	and	nonparents.	Personnel	
Psychology.	Vol:	48;	pp:	271–289.		
195	Ryan,	A.,	M.,	and	Kossek,	E.,	E.	(2008).	Work–life	policy	implementation:	Breaking	down	or	creating	barriers	to	
inclusiveness?	Human	Resource	Management.	Vol:	47;	pp:295–310.		
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Combined	with	other	initiatives	aimed	at	reducing	energy	costs	for	homeowners,	such	as	
reduced	commuting,	lower	office	space	and	less	energy	consumption,	it	has	been	estimated	
that	the	conversion	of	a	further	4	million	UK	employees	to	engage	in	working	from	home	
could	save	over	3	million	tonnes	of	carbon	emissions	per	annum	and	reduce	costs	by	£3	
billion	in	the	process.196			
	
Survey	results	on	flexible	working	practices	from	8,000	firms	in	10	countries	covering	SMEs,	
Public	Sector	and	multinational	corporates	in	2015	indicated	several	performance-related	
benefits	of	flexible	working	practices:197	
	
• 61%	of	respondents	said	their	company’s	profits	increased	
• 83%	reported	an	improvement	in	productivity;	
• 58%	believed	that	their	organisation’s	reputation	had	benefits	positively	from	flexible	
working	practices.	
	
Additionally,	teamwork	was	reported	to	have	improved	in	61	percent	of	US	organisations	
adopting	flexible	practices,	with	60%	of	US	employees	indicating	that	these	had	improved	
work-life	balance.	Employees	in	77%	of	these	organizations	also	indicated	that	morale	had	
increased	because	of	flexible	working	practices.198	
	
6.3	 Adopting	Flexible	Workforce	Practices:		Technological	Enablers	for	Productivity	
	
When	the	appropriate	conditions	are	present	to	foster	flexible	working	practices,	
productivity	and	other	organisational	attributes	such	as	employee	job	satisfaction;	
happiness;	enthusiasm	can	improve.199	Some	technologies	permit	engagement	to	be	
established	for	remote	flexible	work	(primary	enabling	components)	whilst	others	facilitate	
the	required	firm-level	controls	(secondary	components	such	as;	security;	integration,	and	
others).200	Primary	factors	are	embedded	in	three	technologies	that	permit	Connecting,	
Communicating	and	Collaborating:201	
	
(i) Connecting:	Three	principal	enabling	technologies	area	available	for	remote	working:	
[1]	Broadband:	Several	broadband	options	are	available,	with	this	access	mode	being	a	
key	enabler	for	connectivity	to	other	functionality:	
	
1. Broadband:	89%	of	UK	households	had	internet	access	in	2016,202	Greater	speeds	
provide	enhanced	working	ability,	with	slower	speeds	in	some	areas,	or	a	lack	of	
connectivity	impeding	the	ability	to	utilise	fixed	broadband.203	
2. Mobile:	Smartphone	penetration	is	76%.204	
3. Other	technologies	area	available	but	used	to	a	lesser	degree:	Satellite.	
	
																																								 																				
196	https://www.carbontrust.com/media/507270/ctc830-homeworking.pdf		
197	Morar	Research:	http://www.vodafone.com/business/global-enterprise/vodafone-study-75-percent-of-
global-companies-leverage-flexible-working-policies-2016-02-08		
198	Ibid.	
199	Black,	S.,	and	Lynch,	L.,	M.	(2006).	How	to	Compete:	The	Impact	of	Workplace	Practices	and	Information	
Technology	on	Productivity.	The	Review	of	Economics	and	Statistics. Vol.	83(3);	pp:	434-445.	
200	http://www.ariadne.ac.uk/issue57/guy		
201	Ibid.	
202http://www.ons.gov.uk/peoplepopulationandcommunity/householdcharacteristics/homeinternetandsocialm
ediausage/bulletins/internetaccesshouseholdsandindividuals/2016#household-internet-access		
203	http://www.ippr.org/files/publications/pdf/unbuffering-business_Oct2016.pdf?noredirect=1	
204	http://www.mobilenewscwp.co.uk/2016/03/10/gfk-uk-smartphone-market-is-bucking-the-trend/		
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[2]	Virtual	Private	Network:	Requires	a	connection,	and	establishes	the	connecting	
device	as	an	extension	of	the	network	being	connected	to.	
	
[3]	Wireless:	Wi-Fi	access	also	provides	the	ability	for	network	access.	
	
(ii) Communicating	Technologies:	Multiple	modes	of	communicating	exist:	
1. Email	
2. Telephony	
3. Online	Chat	
4. Virtual	Meetings	
5. File	Transfer	
6. Voice	over	Internet	Protocol	(VOIP)	
	
(iii) Collaboration	Technologies:	Numerous	modes	of	communicating	exist:	
	
1. Wikis	
2. Social	Networking	e.g.	Facebook	(workplace	version)	
3.	 Shared	Applications	e.g.	Collaborative	dynamic	networks	including	Office	365,	
Yammer,	Google	Docs,	and	Webchat	
	
To	be	successful,	these	factors	need	to	be	embedded	in	a	wider	organisational	environment	
that	offers	workers	and	the	firm	several	elements:	
	
• Support:	24x7	often	for	employees	facing	IT	or	access	or	related	issues	
• Security:	Numerous	security	considerations	need	to	be	factored	in	enabling	remote	
access	such	as	firewalls;	encryption;	best-practices	password	policies	and	others	that	
can	be	readily	and	easily	applied	including	by	individuals	and	SMEs.	
• Integration:	The	organisation,	large	or	small,	must	successfully	integrate	its	
communication	technologies	to	the	degree	required	to	effect	access	that	permits	
employees	to	undertake	their	roles	seamlessly	whilst	providing	the	appropriate	
tracking,	reporting,	database	elements	(to	validate	users	and	maintain	active	
repositories	of	their	status),	and	other	functions.	
	
	
	
	
	 	
 49 
Conclusion	
	
The	UK	is	characterised	by	differing	productivity	across	regions.	Whilst	it	is	difficult	to	
provide	specific	contributory	explanations	region	by	region,	research	has	highlighted	some	
broader	elements	that	could	affect	regional	productivity	variations	including	access	to	large	
cities,	commuting	times	and	skills.	These	provide	a	backdrop	to	more	granular	factors	that	
are	agnostic	of	location:	how	individual	firms	are	run.	This	is	the	key	that	can	unlock	the	
potential	of	assets	and	in	the	process,	enhance	productivity.	
	
As	outlined	throughout	this	report,	productivity	has	the	power	to	transform.	The	UK’s	
lagging	productivity	to	G7	and	other	European	countries	offers	an	opportunity	to	make	
incremental	changes	at	both	the	micro	and	macro	level,	assisted	by	policy,	and	improve	how	
firms	operate.	Research	spanning	a	decade	of	development,	collaboration	between	leading	
management-study	organisations,	and	firm-level	investigation	in	35	countries	and	20,000	
interviews	with	firm	managers,	has	provided	one	of	the	only	benchmarks	for	codifying	good	
management	practices	and	the	opportunity	for	firms	to	review	and	address	shortfalls.	
		
Management	practices	are	one	component	of	the	journey	to	unlocking	the	power	of	
productivity	within	the	firm:	they	are	the	lever.	Technology	adoption	is	a	further	enabling	
mode	that	if	spurred	by	good	practices	can	maximise	the	productive	potential	within	the	
firm.	It	is	not	isolated	from	its	socioeconomic	environment	however:	its	employees’	outlook	
and	work	ethic	reflects	social	and	technical	influencing	factors.	The	advent	of	the	internet,	
digital,	and	mobile	technologies	has	disrupted	previous	work-life	paradigms	and	ushered	a	
new	generation	of	expectations,	technology	adoption	and	outlook.	Organisations	have	been	
responding	with	more	flexible	working	practices	that	utilise	connecting,	communicating	and	
collaborative	technologies.	
	
Three	steps	to	unlocking	productivity:	
	
(1)	Enhancing	management	practices:	The	productivity-enhancing	benefits	of	management	
practices	can			increase	firm	productivity	both	when	applied	alone,	but	in	an	optimal	
manner	when	addressed	with	technology	adoption	
(2)	Increased	adoption	of	ICT:	The	use	of	ICT	to	enhance	productivity,	and	in	particular,	
mobile	broadband	connectivity	via	3G	and	4G	both	for	Enterprise	access	and	for	SME	and	
sole	trader	use	‘in	the	field’	is	a	key	area	of	opportunity	for	UK	businesses.	Social	and	
technological	changes	continue	to	spur	a	digitally		aware	and	mobile	workforce	and	
consumers	alike	who	can	adopt	a	step-change	in	Enterprise	functionality.205		This	extends	to	
the	public	sector	where	the	adoption	of	‘connected-ICT’	via	mobile		broadband	amongst	
Police	and	Emergency	Services	has	been	ushering	new	levels	of	productivity.206	
(3)	Workforce	flexibility:	When	combined	with	facilitating	elements	such	as	management	
practices	(empowering	worker	flexibility)	and	remote	digital	and	mobile	services	and	
applications,	flexible	workforce	can	improve	personal	work-life	balance,	create	‘happier’	
employees	and	improve	organisational	productivity.207	
																																								 																				
205	Lee,	S.B.,	et	al.	(2016)	Technostress	from	mobile	communication	and	its	impact	on	quality	of	life	and	
productivity.	Total	Quality	Management	&	Business	Excellence.	Vol:(27)7-8;	pp:	775-790.	
206	http://www.gsma.com/spectrum/wp-
content/uploads/2014/09/Impact_of_Mobile_Broadband_in_Egypt_v100.pdf		
207	Shah,	A.	(2014).	Internal	Marketing's	Effects	on	Employee	Satisfaction,	Productivity,	Product	Quality,	
Consumer	Satisfaction	and	Firm	Performance.	American	Journal	of	Management.	Vol(14)4;	pp:	33-39.	
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Maximising	the	power	of	productivity	requires	alignment	between	key	components:		
management	practices;	technology;	flexible	working	arrangements.	Location	can	provide	
additional	factors	for	consideration	at	the	regional	level	but	ultimately,	research	has	
confirmed	that	productivity	enhancement	must	start	with	how	things	are	done	to	address	
why	they	might	not	be	optimal.		Businesses	face	a	climate	of	unprecedented	change	–	from	
demographic	shifts	with	the	multi-generational	workforce,	to	increasing	technological	
change	and	a	fast-evolving	business	and	consumer	landscape.		Assessment	of	a	firm’s	
management	practices	leading	to	a	regular	cycle	of	review,	coupled	with	how	the	firm	is	
integrating	technology	and	workforce	management	policies,	is	critical	to	optimising	
performance.	
	
The	key	to	unlocking	the	power	of	productivity	may	be	less	of	a	‘key’	and	more	of	a	
‘combination	number’.	
	
	
	
